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Where am I 
from? 
Brisbane Queensland 
 
Population:  1,079,392 
 
Overview 
The Australian & Queensland Domestic 
Violence sector 
 
Turnover and Turnover Intention 
 
Conceptual Framework 
 
Results 
–Workplace conflict as main reason for turnover 
–Concept of Parallel Power Processes 
 
Recommendations 
 
The Queensland Domestic Violence Sector 
Approximately 19 domestic violence specific services located 
in urban, rural and remote Queensland (refuges and 
support services) 
 
Run by volunteer Management Committee 
 
Largely professional staff with welfare based university 
degrees – job entails listening to client stories of abuse 
 
Funded by Supported Accommodation Assistance Program 
(SAAP) (Federal, State & Territory) 
 
Turnover  
Costs to organisation 
• Financial costs  
• Reduced productivity 
Costs to practitioners 
• Increased workloads and, consequently, increased 
stress levels 
Cost to service users 
• Decreased quality of care 
• Decreased consistency/stability of services 
Conceptual Framework: Occupational Stress 
 
Organisational factors 
•NPM / Managerialism 
•Conflict management 
processes 
Work related 
attitudes 
•  Commitment 
•  Job satisfaction 
Work related Factors 
•Workload 
•Direct client contact 
•Decision making and 
autonomy 
•Liaising with external 
services 
•Workplace bullying 
 
Social Support 
• Management 
• Colleagues 
Professional Factors 
•  Feminist identity 
&  practice frameworks 
Turnover Intention 
/ Turnover 
Stress Reduction 
Methods 
•  Organisational 
•  Individual 
Weighing the con’s…  
Workload generally high: High & unmet demand for support 
 
Increased administrative tasks re funding requirements 
compounded by lack of resources 
 
Sustaining factor 
Practitioners passionate about their work with women and 
children survivors of violence 
 
Why do I work in this sector? I love it, I absolutely love it 
 
& 
 
This work, I’m just so passionate about it.  About people’s right 
to reach their fullest potential and to live a life free of abuse.  
And to somehow [as a practitioner] make a difference 
 
 
 
Tipping the balance: Conflict 
 
Conflict evident in two (2) of three (3) services  
 
Problems with applying conflict management 
processes: 
• Conflict not addressed at all 
• Conflict addressed ineffectively 
 
 
Hence, increased stress levels of practitioners to 
degree that turnover was their only option 
 
 
Parallel Power Processes 
Defined as a mirroring of domestic violence perpetrator 
behaviours by staff, resulting in experiences similar to 
service users 
 
• Practitioners themselves used the term, ‘parallel 
process’ to  compare their own experiences of 
workplace conflict with violence experienced by 
service users 
• Appropriate to address this issue by using this 
framework 
• Inclusion of ‘power’ aims to acknowledge the power 
and control aspect  
Behaviours experienced 
Management behaviours 
• Being threatened with 
dismissal 
• Isolating the abused 
person/s from team 
activities 
• Management requesting 
silence regarding the 
conflict 
• Using intimidation 
 
 
Co worker behaviours 
• Being ‘stood’ over and 
verbally abused 
• Not being believed that 
the perpetrator would 
behave in such a manner 
• Ignoring colleagues 
• Blaming the abused 
person/s for the conflict 
 
 
 
 
 
Resulting in … 
4 of 15 practitioners quit due to experiencing 
parallel power processes and conflict 
 
2 of 15 practitioners considered turnover (i.e. 
turnover intention) due to witnessing parallel power 
processes in their own service but felt unable to 
support their colleague 
 
Note: 
Study also revealed that 12 of the 15 practitioners 
had witnessed parallel power processes sometime 
within their career in their own or other services 
 
 
 
 
 
Management and co-workers 
questioning abused person’s role in 
conflict; Shifting responsibility for 
abuser’s behaviour to the abused 
practitioners 
 
 
Minimising, Denying, 
Blaming 
 
Psychological 
Abuse 
Intimidatory behaviours, particularly 
non-verbal); Using formal 
supervision processes; 
Standing over practitioners; 
Management’s overt support of 
abuser. 
Verbal Abuse 
Managers / co-workers 
shouting angrily at 
practitioners 
 
Playing ‘mind games’ to make 
practitioners feel unsure of self within 
workplace by associating with 
practitioner in one instance, then 
ignoring in another instance; 
Whispering amongst staff, but ceasing 
conversation when abused 
practitioner approaches 
Emotional 
Abuse 
 
Management threats to sack 
people 
 
 
 
 
 
 
 
 
 
Abuse through 
Privileges of Power 
 
Managers purposefully excluding 
practitioners from team outings / 
activities; Co-workers excluding 
practitioners from team 
conversations; Management 
requests for silence regarding 
conflict; Management ‘divide and 
conquer’ – dividing staff / fracturing 
work team 
Isolation  
 
Power and 
Control 
Power and 
Control 
The Workplace Power and 
Control Wheel 
(Duthie, 2009) 
Methods of Increasing Retention and Reducing 
Costs 
1. Identify, analyse and the address parallel power 
processes through education and training 
 
2. Improve conflict management applications 
 
 
In conclusion  
To retain valued and experienced practitioners: 
• Acknowledge parallel power processes and the 
associated behaviours 
 
• Apply conflict management policies 
 
• Workplace Power and Control Wheel 
– Useful tool to work towards of educating practitioners, 
managers and management committees.  
  
Questions? 
Aboriginal Artwork:  Max Pearce 
Other potential behaviours 
Abuse through privileges of power 
• Withholding information relevant to practitioners’ work 
• Assigning work to practitioners that is beyond or under workers capabilities, that 
is, setting unrealistic tasks 
• Abusing organisational disciplinary processes 
• Excessive work monitoring 
• Hour-by-hour accounting for time 
• Institutional racism 
• Management refusal to address grievances 
 
Minimising, denying, blaming 
• Trivialising seriousness of behaviour or denying it occurred at all 
 
Emotional abuse 
• Lying / deception or widely inconsistent 
Verbal abuse 
• Swearing at co-workers 
• Calling co-workers names 
• Belittling remarks 
• Offensive messages 
• Repetitive criticism of personal and 
work characteristics 
• Questioning qualifications and the 
right to voice an opinion in a 
repetitive manner 
 
Psychological abuse 
• Scapegoating 
• Nasty or offensive teasing 
• Discrimination 
• Public humiliation 
• Gossip 
• Lying or deception 
 
 
 
 
Isolation 
• Ostracism 
• Making the environment 
unbearable so the 
practitioner resigns 
“voluntarily” 
• Being repeatedly ignored 
• Undermining amongst 
colleagues 
 
Research 
Participants  
15 women practitioners from 3 
domestic violence specific 
services 
Majority identified as feminist in 
practice 
 
Methodology 
Qualitative research 
underpinned by a feminist 
frame 
Semi-structured interviews 
Thematic analysis 
 
Parallel Power Process DV Perpetrator Behaviour 
Psychological 
Abuse  
 
Playing ‘mind games’  so abused 
person is constantly questioning self 
and is unsure of her position 
Playing ‘mind games’ so abused 
person is constantly questioning self 
 
Isolation  
 
The abused person is isolated from 
work social activities and 
conversations from others; 
The perpetrator isolates the 
survivor from family, friends and 
associates;   
Minimising, 
denying & 
blaming  
 
The abuse is minimised or denied 
by the abuser, and at times, by 
associates / co-workers of abuser 
 
The abuse is minimised or denied 
by the perpetrator and at times by 
the perpetrators family and friends 
 
Abuse through 
Privileges of 
Power 
Threats to sack practitioners 
 
Threats to leave abused person 
Emotional 
abuse 
 
Making the practitioner feel 
incompetent in their abilities to 
carry out their work 
 
Making the abused feel bad about 
themselves / incompetent in their 
abilities  
 
Verbal abuse Managers / co-workers shouting 
angrily at practitioner/s 
Yelling at the survivor; Calling her 
/him names 
